Proper qualifications, careful selection, thorough police training, certain tenure of office, scientific training, or any of the desirable factors of personnel administration seem to be utter strangers in the majority of municipal police departments. While the past decade has borne witness to a certain degree of improvement in this respect, it is doubtful if many municipal police departments have utilized the selection tests in intelligence or achievement which have been developed. In most cases the departments have merely exchanged old names for new-the essential particulars for the manipulation of the appointive powers or procedures have remained the same. The consequences of such a policy have resulted in inefficient, if not corrupt police departments.
The appointment of an unfit person to the police force is always costly to the taxpayers. Assuming that the newly appointed officer commits no serious offense but is merely incompetent, it may take months or even years to discover this fact. However, we must remember that all the time this man serves on the force, up to the time of his dismissal, may be considered as time paid for without commensurate return.
Another cost, even less intangible than that just cited, is the loss of prestige the police suffer when the recruit is brought to the attention of the public by unofficer-like or incompetent conduct. The policeman who displays bad temper, grafts, or exhibits cowardice may ruin the reputation of an otherwise highly efficient organization.
It has been said that "A carefully selected personnel is the foundation upon which successful police administration is built. When a department fails to function properly the cause frequently is found in its low entrance standards or inferior and improper selective methods. Because of the enormity of the task of policing a community it is necessary to emphasize the fact that the best human material in the country is none too good for police service." ' It is of cotirse acknowledged that an efficient personnel will not solve all the problems in law enforcement. However, an intelligent body of men under competent leadership will do much to bring the police out of the disrepute into which they have fallen in many of our cities.
EFFECTs oF CIWL SERVICE Rrons
The first step toward an improved personnel in municipal police departments goes back to the Civil Service Reform movement which originated in 1883 as a result of public antagonism toward the "spoils system." This reform was designed to employ government personnel on the basis of open competitive examinations and to insure relative tenure in office. The examinations used were originally designed to test for certain minimum educational qualifications recognized as essential to the performance of the job in question. As a whole, they were practically useless as an instrument of prognosis, and as a rule were so weak that they did not even serve as a means of eliminating the markedly unfit. In the course of time, as experience was accumulated in modes of testing and public pressure for an improved personnel was felt, the examinations were constructed progressively more difficult and so served as a crude instrument for the elimination of the unfit.
However, the relief expected by the passage of such legislative devices as embodied in the various Civil Service Acts has fallen far short of their goal. In most instances, the civil service commission has become the stronghold for partisan politics. Every type of device has been used to maintain party control. Bruce Smith in his "Chicago Crime Problems" says:
"Civil service has been too much concerned with limiting the essential powers of the police executive, and has become in its own turn a pawn in the political game; and the appointment of weak men to the Civil Service Commission; the removal of Commissioners who displayed independent attitudes; specially designed examinations for the benefit of favorites; failure to advertise examinations; unjust removals; the reinstatement of employees who had been removed by a previous Civil Service Commission; and the frequent use of sixty-day appointments were all used to weaken and discredit the merit system."2 There is encouraging evidence, however, that the entire selective process is now going through another period of transition. Civil Service in itself has not proved a cureall for the ills of inefficient police departments. Fosdick rightly said: "Civil Service has too 2 Smith, Bruce, Chicago Crime Problems (1931) 49.
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often proved a bulwark for incompetence and neglect to justify oversanguine hope in its extension to this new administrative field. It has been a tool of party success rather than an instrument of public service." ' 3 EARLY STEPS TowARD PERSONNEL
SELECTION
The first step toward applying sound principles of personnel selection based on modem developments in educational testing seems to have been made at San Jose, California, in 1916.1 This examination was in the nature of an experiment by Lewis M. Terman and Arthur S. Otis, both of Stanford University. They assumed that general intelligence could be measured with a fair degree of success and that general intelligence regardless of how it was defined, was the most important factor apart from moral integrity, in determining fitness for a position. For the determination of general intelligence an abbreviated form of the Stanford-Binet Revision of the Binet-Simon Intelligence Scale was given.
The significance of the data obtained from this examination was not realized at the time by personnel administrators. In 1920, however, August Vollmer, then Chief of Police at Berkeley, California, wrote of the method of selection used by him as follows:
"If the army (Army Alpha test) plan were adopted by civil service examiners for selecting police candidates we would be certain that such misfits as stupid, hot-headed, sullen, cranky, slow, lazy, slovenly, unreliable, and brutal would never get into the service. Supplementing the army method of selection, special examinations should be held to determine the education, training, and experience of candidates for positions in the department."5
In 1923 E. M. Martin and Dr. Troop of Columbia University in conjunction with the Newark, New Jersey, Civil Service Commission published the results of their study on aptitude tests for police. The objectives of this study were as follows:
"To examine the present system of police selection to ascertain if the methods used were adapted to the end in view. To determine the feasibility, though on a basis of limited ran-. dom sampling, of mental tests being given by the Civil Service Commisions as selection examinations for policemen."
The results of this research on typical Civil Service examinations showed conclusively that the correlation between results of the test, minus service credits, and the criterion of later actual police ability was -. 01. In other words, there was no relationship whatsoever between the score of an individual on the test and his later success in actual police work.6
AP=rDEs DES1RABLE FOR POLICE WORtK Although some experts believe that general intelligence exercises but limited influence in determining occupational scores, the combination of routine and complex duties that patrolmen perform requires considerable intelligence. To this end we should attempt to determine the minimum requirement for such an occupation keeping in mind that success in this field also depends on other characteristics.
An aptitude test is one that is designed to discover what potentialities a given person has for learning some particular vocation or acquiring some particular skill. In a narrower sense, aptitude testing does not cover abstract intelligence; it is designed to measure special aptitude and not general corn- 
A PROPOSED PROGRAM OF SELECTION
In the first place, there should be some definite order in the arrangement of the several steps in the selective process. The following divisions are listed in this order, there being kept in mind the general principle that whenever possible it is best to first administer tests that can be given to a group, rather than examinations that can be only individually administered, as group tests are easily given, consume little time, and consequently are of relatively small expense. 
Personal Interview
The natural procedure for an applicant to follow when seeking employment advertised, or the possibilities of an opening in the future, is to either write or call to see the person in charge of personnel. Where a department has a man in charge of personnel work, provision for the answering of questions is thus provided. Unfortunately, in many large jurisdictions where civil service prevails, the only information given about a position is the data printed on the announcement of examinations. While circumstances may be such as to make it difficult to interview all possible applicants seeking information, nevertheless, the writer feels that the position of patrolmen is of sufficient importance to warrant the making of a provision for this means of disseminating information to all who apply.
The applicant should be told the limitations of the job. He should be made acquainted with the hours required, and the possible effect of odd shifts at all times of the day upon his family life. He should be reminded of the hazards connected with police work as well as the exposure of the patrolman to all manner of weather. Then, too, he should be told of the advantages of police work. That it is essentially a job of service and that he will have the opportunity to be of value to his community.
However, all emphasis should be laid upon the discouraging features. By this means many applicants will be saved the trouble of further investigation, and time will be saved for both the man and the department.
Application Form
If the app'licant survives the dreary picture thus painted, and knows that he can pass preliminary requirements such as age, height, weight, and citizenship, he should be given an application form.
On this form he should be required to answer questions as to his past history, education, previous employment, fraternal affiliations, participation in athletics, family life and relations, and all necessary questions to give complete information about himself. There should also be space provided for three character vouchers who have known him a number of years.
The applicant should be required to have the application sworn to by a notary public and hand it in person to the personnel officer.
Intelligence Tests
The first item in our battery of tests would be the elimination of the mentally unfit. The view most accepted of intelligence tests is that they measure an individual's ability at the time of testing, without telling how such 'ability came about or just what it is; but the important point is that the standardized test does measure something which is necessary for success in various fields of endeavor. This "something" is called abstract intelligence and the standardized intelligence test has come to be the basis of grading mental ability. It stands to reason that an armed man, performing police duties which deal with as intricate a thing as human behaviour should be at least normal in intelligence.
The intelligence tests which are most in favor with personnel workers are the Army Alpha (revised forms), the Terman group test of mental ability, and the Otis general intelligence tests. These tests measure abstract intelligence exclusively, to a greater degree than do most other intelligence tests which are intended to measure to some degree at least, educational achievement. These tests have also had wider use and are better standardized. To some degree all three are unreliable, and they do not sample the elementary units of intelligence in the same way. Experience has shown that a more reliable measure of intelligence is obtained by giving all three, rather than one. The examiner then has a means of checking each test; also, personal factors are reduced to a minimum. If it is impossible to give more than one intelligence test the Army Alpha (revised form) should be used.
The agreement that the test has value. The disagreement, when such arises, is largely a matter of the score to be used as a minimum for entrance into the service. Berkeley, California, insists upon a minimum score of 135; 9 Detroit, Michigan feels that 100 is sufficient for an applicant; 10 Wichita, Kansas, has a minimum of 135; 11 while C. N. Amsden, Civil
Service Examiner of Los Angeles, California, states that the lowest score acceptable for police recruits should be 120.12
The advantage of the Army Alpha, aside from the ease with which it may be administered, and its general acceptance, is the fact that it may be used as a guide to determine the degree to which a person possesses certain given traits. From the above grouping it can be seen that an applicant's score can be closely scrutinized, and his weak and strong points may be determined in their relationship to each other. In the hands of a competent investigator such information will be of the utmost importance. Low scores in portions of the test would not necessarily mean that an applicant should be eliminated, but it would indicate a possible weakness that should be investigated.
The Terman group test was constructed for use in grades 7-12, for school purposes. It has been given to a great number of adults, but norms are based upon results obtained in schools. The test consists of ten parts, and there are two forms. The highest possible score is 220; the minimum score for police recruits should be about 132. Since the norms are based upon results from boys and girls and not from adults, however, they are not very satisfactory for interpretation of results, and reliance must be made upon the scores of the group as well as upon the available norms.
There are several different kinds of Otis tests. The General Intelligence Examination is probably the best of the group for police recruit testing. Its norms are basedupon results from clerks and privates in the United States Army. It has a correlation of 0.84 with the Army Alpha which indicates a high reliability.
If an applicant makes at least superior scores on these tests it is fairly certain that he has sufficient intelligence . 
Aptitude or Personal Inventory Tests
Aptitude tests are far from being perfect measurements of the desired traits, but many have been devised, and several have proved to be very valuable in personnel work. It must be emphasized that the aptitude tests hereinafter described are not used in police selective methods thus far and may not be as valid as they are stated to be by some writers. However, there is a possibility that if these tests were,used, they would be of considerable aid to the psychiatrist where one is employed to assist in the examination. The author of this paper makes no claim for the reliability of any of the suggested tests. They are offered merely as suggestive of one of the many means that might be taken to improve police personnel, with the proviso always that there should be a scientific analysis of the results obtained, mean- big, of course, that the results obtained on the tests will be actually checked against the individual performance of the officers who have been subjected to the test.
Aggressiveness. Moore and Gilliland have defined the term as that quality which contains personal force, initiative, and assurance as contrasted with an attitude of inferiority or submission. The test devised by these workers consists of five parts: (1) eye movement distraction test; (2) starting test; (3) handwriting test; (4) word reaction test; (5) time reaction test. A perfect score is 100, and the claim is made by the authors that there is hardly one chance in twenty-five that .a man weak in aggressiveness w6uld score 85 nor that an aggressive person will score less thati 70.
Another test used for measuring aggressiveness is the Allport AscendanceSubmission test.
1 6 The authors believe that every individual has either an ascendance or submission trait or an integration of the two and that this characteristic is statistically distributed in a normal manner. The method of the test is to present verbally certain situation of life, and to require the subject to select from a few standardized choices that type of behavior which most nearly characterizes his own usual adjustment to each of the situations. It may be either self-administered or given to a group.
The author is rather conservative in his appraisal of it, stating that "There is at present no perfect arbiter of validity; any test for personality, at least for the time being, must establish its merit through practical success as an aid in vocational guidance, and in the general analysis of cases in clinics and bureaus for personnel studies.
' 17 Symonds comments on the test to the effect: "The correlation with the ratings indicates that it corresponds to actual behavior characteristics which others can also ob-
There is a Beckman Revision of the Allport Ascendance-Submission test being used by a commercial house in selecting salesmen that is proving highly satisfactory.
9 Successful salesmen must be aggressive, and it is possible that a test of this nature could be applied with equally good results in testing for patrolmen, at least for determining this one characteristic. The Bernreuter Inventory 2 0 might also be used here, for the purpose of the test as stated by the authors is to measure (1) neurotic tendencies, (2) selfsufficiency, (3) introversion, (4) extroversion, and (5) dominance-submission.
Persistence. The quality of persistence, which is closely associated with the trait of will power and determination is of considerable importance.
The maze test, impossible of accomplishment, devised by Morgan and Hull should be given some consideration.
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The authors state that "one can rate a stranger on this scale as accurately as this same person can be judged by an intimate personal acquaintance on the basis of repeated observations." However, this is an individual test which will probably take at least one-half hour per Comparisons of test scores with efficiency on a Washington, D. C., police force showed that 80 percent of the men making the highest 25 percent of the test scores in the examination can be expected to develop efficiency above the average policeman. Of those men who were rated among the 25 percent best in the test scores, 100 percent were rated above average in the police school; of those who scored in the lowest 25 percent of the test scores, none were rated above the average.
The preceding paragraph would seem to give the impression that the O'Rourke test is invaluable in the appraisal of the adaptability of the candidate. However, the test was given to the entire police department at Berkeley, California, and 100 percent of the personnel passed the examination with a score of 95 percent or better. 26 The author of this paper believes that the reader may draw his own conclusions. A person's capacity to adapt himself to a given situation, particularly if it is unusual and trying, is probably limited to a large degree if he is at all inclined to be neurotic. Care should be used to determine any misfunction in the neurological examination as will be mentioned later.
Leadership. In attempting to determine leadership subject to the limita-. tions previously mentioned, Allport's ascendance-submission test may be used. It will be recalled that this test was suggested as a means of determining aggressiveness. The qualities of leadership and aggressiveness are very closely allied, so in testing for one, the other will also be determined.
It is likely the possession of this trait will have to be determined in part by investigation of the past record of the applicant. A person's record in school, the part he played in athletics, school activities, or offices held in clubs. All are an indication of an individual's capacity to lead.
In this instance, it would appear advisable to use both the test and the investigation. Each will be an aid in evaluating the degree of leadership possessed by the applicant.
Power of Observation. Probably one of the tests that hat had the greatest possibilities for the measurement of a person's capacity to observe and yet one upon which no standardization has been accomplished, is of the type practiced by Munsterberg as far back as 1907.2 T In a classroom he conducted an experiment to determine the power of observation of his students. He found that the same students failed to pass two separate experiments in observation. He summarized his conclusions in stating: "they evidently did not judge at all from the optical impression .. . whatever they expect to see they do see; and if the attention is turned in one direction, they are blind and deaf and idiotic in the other."
The police school at San Jose State College, San Jose, California, uses a somewhat similar method in judging the power of observation in their students. Walks are taken about town, and upon the return of the students to the classroom, they are asked questions concerning what they were supposed to have seen while on their tour of inspection.
Two tests for observation are available that have been especially constructed for police service. One is in the "Partially Standardized Test for Patrolmen '28 and the other is contained in O'Rourke's test for selecting policemen.
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For this type of test, the motion picture should' offer many possibilities. A short picture could be shown after which candidates would be required to record or answer questions as to what they saw or heard. A development of this idea would be most useful. To the best of the writer's knowledge, there is no recorded use of this procedure in testing candidates for the police service.
Freedom from Mental and Nervous Disorders. Under this heading we may list three associated characteristics: emotional stability, freedom from distraction, and patience. In the tests to follow, no attempt will be made to segregate these associated traits, because they are so closely allied as to be considered as one.
29 Op. cit. supra note 25. 30 Franz, S. L., op. cit. supra note 23 at p. 171.
The Woodworth Questionnaire is a valuable aid in attempting to determine neurotic tendencies, not so much for the personnel officer, but for the assistance that it may give to a competently trained psychiatrist. Its questions concern physical symptoms; adjustment to environment; fears and worries; unhappiness; unsocial moods and conduct; dreams, fantasies and sleep disturbances; reactions to drink, tobacco, drugs, and sex; mental symptoms; vacillations; compulsions, and questions about one's family. Utilized in this manner, this test has been of considerable success in Berkeley, California. A single response to a question has often offered a clue to the psychiatrist to pursue further his interrogation of the candidate which later disclosed undesirable personality characteristics.
Normal persons answer wrongly about ten questions of the total 115. Probably any individual who answers 20 of the questions wrongly should be suspected of instability.
3 0 Garret observes that the Woodworth P. D. sheet and its revision sift out, with fair accuracy, persons handicapped or liable to be handicapped by poor social and personal adjustments." House has a revision of the Woodworth Questionnaire, the purpose of which is to aid in the ferreting out of those students whose maladjustments are sufficiently severe or numerous either as present realities or as potentialities to invite further attention in personal follow-up conferences by psychologists or psychiatrists. more than one personality questionnaire; they overlap greatly and none of them are very reliable as quantitative measurements, but only serve to indicate tendencies. However, the Mailer Association Test might be given to supplement the questionnaire. The chief value of the personality inventory is that it furnishes clues for the interview, the more important part of the psychiatrist's examination.
There is a biochemical approach which appears to have possibilities for the testing of emotional excitability. A. J. Rich has conducted experiments along this line in the measurement of acid and alkali in urine and saliva.
3 He found that the least excitable individuals tend to have the most acid urine and saliva, while more excitable persons tend toward neutrality or alkalinity of their fluids. Also that emotional excitability tends to bear an inverse relationship to the presence of creatiie in the blood and its excretion in the urine. He mentioned that all the factors in the experiment were not carefully controlled, as the subjects were put on their honor as to diet, and although they were advised what to eat, no definite check was made.
For the purpose of emphasis it must be stressed that the primary objective of these tests is to afford the psychiatrist the opportunity to pry deeper into the inner workings of the mind of the candidate, and to observe more critically his reactions. However, the research possibilities of the personality inventory must never be overlooked. We cannot appraise their limitations or potentialities until they have been given the acid test of usefulness in the evaluation of men and then watching to see how these same men develop.
There is included in the battery of tests given applicants to the Berkeley Police Department a test known as the Distraction Test. This test is given somewhat as follows: after the men have been subjected to a series of examinations lasting well. over the day and as a result are tired and wearied by their exertions, they are informed that one additional test will be given. They are told, however, that it is not obligatory to take this test, but that if they do so they will have a better chance of improving their score. The men naturally submit to the additional examination.
The test is an extremely difficult problem requiring a great deal of concentration. As soon as the men are started on the problem, various distractions are introduced to confuse and annoy the men. While this is taking place, there are officers stationed to observe the reactions of the men. Those who show signs of nervousness or inability to continue their work are disqualified. ' Additional Necessary Characteristics and Qualities. There are additional necessary characteristics that policemen should possess, but that have been found to be extremely difficult to measure by any formal test. Among these are the closely related concepts of social intelligence, broadmindedness, tact, courtesy, civility, friendliness, and a disciplined temper.
Due to the fact that tests developed for these characteristics have certain limitations, not as yet overcome, and that there is a difference of opinion as to their value in the practical field of testing, they are presented not as a definite aid to be employed in selecting policemen, but rather as an indication of the possibilities in the field as further experimental work develops them to a higher degree of perfection.
The F. A. Moss test of Social Intelligence is one of these. Garrett comments: "the test suffers from the fact that it is of the paper and pencil type, and that the situations which it sets up are hypothetical instead of actual. A person may know the correct thing to do and still not act in accordance with his expressed or written decisions.'
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The authors of the test believe, however, that it may be used for vocational guidance, and they have established norms for various occupations and professions.4 2 G. B. Watson has developed a test which he terms the Measurements of Fairmindedness. The purpose of the test is to show the extent and strength of an individual's prejudices, as exexhibited in extreme opinions upon moral, religious and economic questions.' 3 According to the author, this test has a reliability of 0.96 and Symmonds comments rather favorably upon it. "Case studies tended to reveal the accuracy of the diagnosis afforded by a study of the test results. Comparison of the scores of prejudiced groups indicated that the tests substantiated popular impression."" However, he qualifies this statement by "the direct question or ballot attitude when there is no immediate and personal issue at stake may be different from actual performance."
This last statement would lead one to doubt the advisability of using such a test where the subject had in view the procuring of a job. The natural thing to do would be to answer questions as to what was thought to be the correct reply, rather than the actual conviction of the examinee.
Because of the difficulty of finding a reasonably accurate measurement for these qualities, it would appear that the best practice to follow is that of first conducting a thorough character investigation, and if the applicant is accepted, place him under close observation in order to note characteristics, both good and bad, that he may possess.
An investigation of the applicant's past record should tell if he has been honest, it should reveal if his habits are good, if he has been a man of integrity, and if he has been ambitious and diligent. While it is true that an investigation, if carefully conducted, will bring to light an applicant's past conduct from which conclusions may be drawn as to the qualities he possesses, it is also true that he may not continue in the same view, when faced with the temptations and responsibilities that a police--man must meet.
It is difficult to determine just how a man will react to tempting offers of 44Symonds, P. M., op. cit. supra note 24 at p.
235.
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bribery, when never before in that person's existence was such a temptation placed in his path. An applicant may have never displayed an outburst of temper, and yet this same man, if placed on traffic duty on a down-town corner, might very well lose all patience with people and behave in an unseemly manner. There is no way of knowing how much physical courage a person possesses until tried, and even then he may display unusual bravery upon one occasion and cowardice upon another.
We have by no means exhausted the list of possible tests that may be used. Other aptitude tests that may prove useful are as follows: 
KoWLEDGE TESTS
It is possible that there is a general field of knowledge that policemen all over the country must possess, but not until a job analysis has been made in hundreds of cities will we know if this is true or not.
There are, however, certain basic requirements that may reasonably be required of every policeman, regardless of locality. It is expected that a policeman must be able to read and write, and for this there are many standardized tests such as the New Stanford Reading Test, and the Detroit Reading Test.
It is also advantageous to apply tests in arithmetic and for that purpose there are also standard group tests which might be given and easily scored. Beyond the tests cited there is no agreement as to what a police officer should know. It would appear though, that with the increasing demand upon the part of the general public for more efficient police performance, that a much more specialized knowledge of criminology will soon be demanded. The establishment of training schools in part meets this demand, but there is a question upon the part of some authorities as to the advisability of leaving the responsibility entirely upon the training school. It is argued that if possible it would be better practice to require more police knowledge of the recruit before admitting him to the police force. The training time could then be devoted to a more detailed and advanced treatment of the police function.
Aa~nrr .m STRENGTH TIsTS
Motor Ability. This general quality, divided into agility and muscular coordination, is also of much importance in police work. It is possible that an applicant may be both physically strong and medically sound and yet lack agility and muscular coordination. It is being used successfully by several agencies in the examination of suspects.': It would appear that the usefulness of such an instrument would be of value in the recruitment program where honesty and truthfulness are prime requisites of the job.
August Vollmer stated in one of his lectures at the University of California that if such a procedure were to be employed and a question were put to a man as to whether or not he ever committed a theft, no matter how he answered, information of value would be uncovered. Almost all boys have at some time or other stolen some small article. An answer of "no" to the question "have you ever stolen anything?" would very likely be a lie. An answer of "yes" would indicate truthfulness, but at the same time would necessitate further investigation to find out if the theft committed were of a serious nature or only a boyish indiscretion.
The same method of questioning could be used for uncovering sexual irregularities and thus bring to light possible emotional or neurotic disturbances that would require further examination by a psychiatrist.
MEDICAL EXAMINATION
All applicants must, of course, be submitted to a well qualified physician for a thorough medical examination (physical, neurological, and psychiatric) . If a psychiatrist is employed to conduct these, he will be aided immeasurably by the findings of the Woodworth Questionnaire. There are some physicians qualified to conduct all three examinations, and to this practice there is naturally no 'objection. The procedure to be followed will be determined largely by the size of the city and the facilities available.
CHMUACTER INVESTIGATION
This step in the selection of candidates is vitally important. Wherever possible, the references should be personally interviewed by the investigator. Each reference so interviewed should in turn be asked for the names of other people who know the candidate. By this means a wider circle of acquaintances of the applicant will be contacted, and a fuller picture of his past life obtained.
Finger prints should be taken and checked with the Federal Bureau of Investigation.
MDICAL LABORATORY TzsTS
If the candidate is able to pass all of the foregoing examinations the last step to be taken just before appointment is the laboratory test. This should include a Wasserman, a kidney function test, blood count, blood pressure, and urinalysis. These are rather costly, but the candidates who arrive this far will be few by comparison with the original group, so whatever the cost may be it is reduced to a minimum. There are some cities that have the candidate pay for these tests. Such a practice may be open to question, as to its fairness, but each department had best decide for itself what the policy in this matter is to be.
PROBATION
As an added safeguard a probationary period of two years is suggested.
The applicant may have successfully concealed undesirable qualities that only can be discovered by close contact with a person. He may not have an aptitude for the work, or it may become distasteful to him. A probationary period gives the applicant, as well as the department, each a chance to . get acquainted with one another, and if unforeseen developments occur that make a severance from the service desirable, this can be accomplished with no difficulty.
CONCLUSIONS
It is obvious that the preceding suggestions are entirely inadequate. It is a theoretical set-up at-best, and how such an arrangement of tests will actually work in practice cannot be accurately foretold. Each department will have to be the judge of how a selection method works for them. A condition existing in one locality may be entirely lacking in another. Methods of expediency will vary from place to place. In some places the tests may be in too much detail, and in others it will be found that there is far too much overlapping of tests, and that it will be possible to eliminate some entirely.
Again we emphasize that these tests in other than the hands of professional psychologists and psychiatrists would not only be useless but positively harmful. They are merely mentioned here because of the necessity of ascertaining whether or not the candidates possess the traits desired, and for the further reason that the designers of the tests mentioned believe that their tests do in part at least accomplish the purpose for which they were designed. Wheth-er they do, or do not, accomplish their purpose, especially in testing policemen, can only be determined when thousands of officers have been subjected to the tests and the results are compared with performance on the job.
The cost of applying such tests is, comparatively speaking, inexpensive. A single disqualification of one unsuited person would more than pay for the time and money expended in giving these tests during a regular examination.
There should be a more careful study of rating methods utilized in police departments to determine the qualities that the successful police officer possesses. It should be possible to develop tests that are more positive in their reactions and that will indicate to the examiner whether or not the candidate has the qualities desired. An excellent start has been made in the selective method in many departments, but they all still fall short of the desired end. Noteworthy in this connection is the fact that the knowledge tests are not based on the absolute requirements of the duties to be performed. Perhaps even more important than the reason just cited is the absence of the application of the use of methods devised to test those personal qualifications which determine whether or not the applicant can succeed in his chosen profession. It should be said in all fairness that personal qualifications such as attitudes, dispositions, sentiments, ideals, temperments, and other inherent or acquired personal characteristics have not been subjected to critical study by police executives. However, manv of these qualities are known and there are possibilities of ascertaining whether or not the candidates possess them as previously indicated in the present article.
It would be of untold value ff the personnel material in large police departments could be opened for study by competent and trained men in this field of research. This paper should indicate, however, that there is much experimental work to be done, not so much in the laboratories far removed from police work, but directly in the departments themselves. It is largely a matter of improving the material we now have, giving it a thorough trial and then determining from the results obtained what to use and what to change. Only by means of careful records and honest appraisals of the work performed, can any system of selection be fairly evaluated. Through the adoption of such a procedure, a definite step forward will be taken in police work, for we must be ever mindful of the fact that no department can ever rise beyond the capacity and character of its personnel.
